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A Core Competency Over the Next Decade

Agenda for the Day
•
•
•
•
•
•

Introduction to Intercultural Learning
Debrief
Introduction to Intercultural Communication
Debrief
Exploring Depolarization Techniques
Debrief

Experiential Learning Model

Workshop Outcomes
• Basic understanding of the
Intercultural Development Continuum
& the IDI
• Demonstrate cultural self-awareness
• Develop cultural “other” awareness
• Build intercultural communication skills
• Explore Depolarization Techniques

What is Culture
“The learned and shared values, beliefs, and
behaviors of a group of interacting people.”
Objective Culture

The artifacts & institutions created by a group of people, reflected in
art, architecture, dance, holidays, and collective history.

Subjective culture
Patterns of interpretation (values, beliefs, perceptions) and behavior
learned from one’s group that guides individual and group activity.
Source: “Developing Intercultural Competence”, University of Colorado, Boulder (2017)

Diversity Wheel

What is Intercultural Competence?

“..the capability to accurately understand and
adapt behavior to cultural difference and
commonality”.

How It All Fits Together

Source: “Developing Intercultural Competence”, University of Colorado, Boulder (2017)

Intercultural Learning & Development

Monocultural Vs. Intercultural Mindsets
Monocultural
• Uses own culture to understand others
• Uses broad stereotypes instead of generalizations
• Supports less complex perceptions and experiences of culture
Intercultural
• Makes sense of cultural differences using own and others’ cultures
• Uses cultural generalizations
• Supports more complex perceptions and experiences of culture

DEBRIEF

What key concepts stood out to you?
How do you feel about what you learned?
What do you have squared away?
What is still “circling” that requires more time?

Polarization Mindset
DEFENSE:
“Our culture’s way of life should be a model for the rest of the
world.”
• A monocultural mindset
• Recognizes the existence of culture, but sees it as an
obstacle
• Views the world as “us vs. them”
• Feels under siege from outside forces

Polarization – Defense, IDI, LLC
Definition:
An orientation that polarizes cultural differences in terms of “us” and “them” with a
tendency to be uncritical toward your own cultural values and practices and overly
critical toward other cultural values and practices.

Strength:
You are aware of the challenges that can be present in multicultural and international
situations.
You identify closely with your cultural tradition and have a strong commitment to your
own values and practices.

Polarization – Defense, IDI, LLC
Developmental Opportunity:
Because you are aware of challenges that can arise around cultural
difference, you may overemphasize certain differences without fully
understanding them.
Your developmental opportunity is to search for commonalities as
well as develop a less negatively evaluative understanding of
specific differences that seem to be leading to the greatest barriers
in your work and personal interactions.

Minimization Orientation
“Our common humanity deserves more attention
than culture difference.”

“Human behavior worldwide should be governed
by natural and universal ideas of right and wrong.”

De-Polarization SUCCESS!

You recognize the humanity of all people and try to
behave in tolerant ways.

What is the IDI?
Intercultural Development Inventory

The IDI is a 50-item, cross-culturally
generalizable, valid and reliable assessment of
intercultural competence.

Validating the IDI Tool
1. Validation sample of nearly 5,000 individuals in 11
different countries
2. Confirmatory factor analysis identified same 5
orientations as expected
3. Published validations studies in 2003, 2011, and 2016

Source: IDI, LLC.

What the IDI Indicates
•
•
•
•
•
•

Team and individual level success in diversity recruitment and hiring
High quality interactions with superiors— as rated by their employees
Greater knowledge of and interest in other cultures
Greater comfort interacting with cultural diversity
Greater capacity for regulating emotions
Increased multicultural events

Source: “Developing Intercultural Competence”, University of Colorado, Boulder
(2017)

What the IDI Does Not Do:
• Ask you to give up your values or beliefs
• Measure bias, racism, sexism, homophobia, etc.
• Measure good or bad intentions

Source: “Developing Intercultural Competence”, University of Colorado,
Boulder (2017)

Understanding Our IDI
Group Profile
• Info about orientations within groups
• Insights on how groups make sense of
and respond to cultural differences
and similarities

Individual Profile & Plan
“IDI”

“IDP”

Making a Commitment

With 52 hours of committed practice over a 3-9 month period,
it is possible to move along
the intercultural development continuum
to another orientation.

DEBRIEF

What key concepts stood out to you?
How do you feel about what you learned?
What do you have squared away?
What is still “circling” that requires more time to learn?

Intercultural
Communication
• Turn Takers
• Pausers
• Overlappers

STEP ONE
Self-Awareness

Focus: Your communication style
Instructions: Get together and discuss a
topic relevant to the group. Resist the urge
to debrief.
Reflection: How does it feel to be in a
homogeneous group?

STEP TWO
‘Other’ awareness

Focus Question: Other’s communication
style
Instructions: Get together and discuss a
topic relevant to the group. Resist the urge
to debrief.
Reflection: How does it feel to be in a
heterogeneous group? How does that
impact your communication style?

STEP THREE
Mindfulness
Focus: You trying someone else’s communication style
on for size
Instructions: After switching communication styles, get
together and discuss a topic relevant to the group.
Resist the urge to debrief.
Reflection: How did it feel to shift your behavior and
adapt to another style? What can I learn from shifting
my behavior to try out a new communication style?

Group Debrief
•
•
•
•
•
•

How did you feel during this exercise?
What was most comfortable to you?
What communication style was the hardest to adapt to and
why?
What are the perceived benefits of certain communication styles
and what are the set backs?
How can you be mindful about other styles that are different
than your own?
How will you begin to shift your behavior and adapt your
communication style differences so all voices are heard?

Strategizing Depolarization

How can I support the depolarization
process in the midst of situations that
are disorienting or challenging for me
personally?

The Six Constructs of
Intercultural Competence
•
•
•

ATTITUDE: Openness & Curiosity
SKILL: Communication & Empathy
KNOWLEDGE: Worldview Frameworks & Self-Awareness

SOURCE: Adapted from the AAC&U VALUE Rubric

Transformative Intercultural Learning
We can help others—and ourselves—develop through framing intercultural learning
as a four-phase process:
•

Increasing understanding and awareness of our own characteristic ways of
making meaning and acting in familiar and unfamiliar contexts;

•

Increasing understanding and awareness of others’ ways of making meaning
and acting in familiar and unfamiliar contexts;

•

Responding mindfully in contexts that disorient or challenge us;

•

Bridging cultural gaps in those contexts: Shifting perspective, attuning emotions
and adapting our behavior in effective and appropriate ways.

Michael Vande Berg, Ph.D., © 2017

Mindfulness Exercise

Group Debrief
•
•
•
•
•

•

What surprised you?
What did you already know?
What was uncomfortable or unsettling?
How has this experience changed or reinforced ideas and
perspectives you already had?
What messages will you take with you to add to your
intercultural development "toolkit"?
What are you going to think about or do differently moving
forward?

PLEASE NOTE: DO NOT share content.

Share about the process.

It doesn’t matter where you start.
It matters that you are willing to do the work.
Charles Calahan, Purdue University
Global Learning Faculty and Student Development
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